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Abstract
Thailand and Vietnam are two popular destinations 
for Japanese overseas investment, so it is important to 
maximize cooperation between Japanese managers 
and local staff of these two countries. Previous re-
search found differences among them in conflict man-
agement style, but did not distinguish among conflict 
with peers, superiors, and subordinates so called situ-
ational differences of conflict. This study addressed 
those shortcomings and examined national culture 
differences. Results show similarities and differences 
on both conflict management style and national cul-
ture. Neither demographic factors nor situational dif-
ferences likely account for the conflict management 
style differences. Recommendations are made for 
dealing with national differences in conflict manage-
ment approach.
Ⅰ　Introduction
　The ongoing liberalization of foreign direct in-
vestment ︵FDI︶ and trade policies will increase Ja-
panʼs share of global economic activity ︵UNCTAD, 
2005︶. Japanese managers will continue to operate 
in many disparate cultures. Despite the currency 
crisis of 1997, the Japan Bank of International Coop-
eration ︵JBIC︶ has identified Asia as a promising 
region for Japanese companies to invest in overseas 
production.
　Thailand and Vietnam have always been among 
the countries ranked highest by Japanese compa-
nies for their growth potential and human resource 
issues, such as cheap labor costs and skilled em-
ployees ︵JBIC, 2007︶. Both of these countries have 
good arguments for being destinations for Japanese 
investment: Thai government policies have attract-
ed investment from Japanese companies since the 
1960s; and Vietnamʼs recent efforts to improve its 
investment environment, combined with even 
cheaper labor than Thailandʼs, have made it increas-
ingly attractive. Japanese direct investment to Thai-
land currently accounts for more than 40％ of the 
total foreign investment to Thailand, and Japan pro-
vides the third-highest level of direct investment to 
Vietnam. A systematic effort to identify the more 
appropriate of the above two countries for Japanese 
foreign investment, and of factors that would affect 
Japanese companies investing in these countries, 
would now be extremely useful.
　Japanese companies investing in these other 
Asian countries may face problems related to cul-
tural differences between expatriate managers and 
local staff. Such differences can cause problems in 
intra-organizational conflict and conflict manage-
ment ︵Triandis, 2000︶. It is a mistake to overestimate 
the degree of cultural similarity between Japan and 
these countries. Although they may be more simi-
lar in some cultural characteristics, such as collec-
tivism, than they are to Western countries, there 
are large differences in other dimensions ︵Hofstede, 
1991︶. The possibility of such conflict is very real. 
One survey found that more than one-fifth of Thai 
employees of Japanese manufacturers in Thailand 
thought that Japanese managers displayed a nega-
tive attitude toward Thai culture and life-style 
︵Okamoto, 1995︶.
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　There are several advantages to managing con-
flict in multicultural organizations ︵Cox, 1991︶, 
which could be prevented by cross-cultural or cross-
national differences in conflict management style. 
Problems with employees from different nationali-
ties and cultural backgrounds are time-consuming 
and difficult to resolve ︵Paik and Sohn, 2004︶.
　Several researchers have studied differences 
among national groups, particularly between Asians 
and Westerners, in conflict handling style. Compar-
ing Asian nationalities with Westerners, research-
ers have either directly observed or inferred stron-
ger preferences among the Asians for avoiding 
︵Roongrensuke and Chansuthus, 1998; Kirkbride, Tang 
and Westwood, 1991; Ting-Toomey, Gao, Trubisky, 
Yang, Kim, Lin and Nishida, 1991; Trubisky, Ting-
Toomey and Lin, 1991; Triandis, Bontempo, Villareal, 
Asai and Lucca, 1988︶, accommodating ︵also called 
“obliging”; Roongrensuke and Chansuthus, 1998; Ting-
Toomey et al., 1991; Trubisky et al., 1991︶, compromis-
ing ︵Kirkbride et al., 1991; Trubisky et al., 1991︶, and 
collaborating ︵also called “integrating”; Trubisky et al., 
1991︶.
　Comparing Asians as a group with Westerners as 
a group tends to create the impression that Asians 
are homogeneous. However, several studies have 
found differences among Asians in conflict manage-
ment approach ︵Chiu, Wong and Kosinski, 1998; Ting-
Toomey et al., 1991; McKenna and Richardson, 1995; 
Tjosvold, Park, Liu, Liu and Sasaki, 2001︶. While the 
above studies do tend to paint most Asians as pre-
ferring not to use a competing style of conflict man-
agement ︵Japanese may be the exception︶, they indi-
cate that at least some Asians prefer the somewhat 
aggressive approach of collaborating and the bal-
anced compromising method to the more passive 
accommodating and avoiding styles. More impor-
tantly, they suggest that there are differences 
among Asians in conflict handling approach. Japa-
nese manufacturers that best understand how staff 
within their Asian overseas affiliates deal with con-
flict will be in the best position to minimize conflict 
and thus capitalize on the benefits and minimize the 
costs associated with diversity ︵Cox, 1991︶.
　In a previous study, the author found a number of 
differences in preferred conflict management style 
between Japanese and both Thais and Vietnamese 
︵Onishi and Bliss, 2006︶. Failure of Japanese manag-
ers to understand and account for such differences 
could impede efforts to resolve conflict when it 
arises.
　However, that study was limited in that it exam-
ined general conflict management style without re-
spect to the relationship between those involved in 
the conflict ︵e.g, peer-peer, subordinate-superior︶. 
When considering the issue of Japanese expatriates 
dealing with Thai or Vietnamese subordinates, the 
possible interaction of nationality and work relation-
ship should be considered.
　The current study addresses the limitation of the 
previous one by examining differences in conflict 
management style for three situations: conflict with 
a peer, conflict with a superior, and conflict with a 
subordinate. The current study improves on the 
previous study in another way. The earlier study in-
cluded an assessment of national culture differenc-
es based on Hofstedeʼs dimensions to help interpret 
differences in conflict management style. The pres-
ent study includes a similar assessment, but adds 
an additional cultural difference dimension to at-
tempt to extend the explanatory power of that anal-
ysis.
1　Conflict Management
　Thomas ︵1992︶ posited that each personʼs style of 
handling conflict is determined by the degree to 
which they are motivated by each of two non-exclu-
sive goals: achieving their own interest and achiev-
ing the other personʼs interest. The four combina-
tions of either high or low levels of motivation to 
achieve these two goals yield four styles of conflict 
management:
　Competing represents a combination of high self-
interest and low other-interest. People who use this 
style assertively promote their own interests above 
the other partyʼs. Collaborating is preferred by 
those with both high self-interest and high other-
interest. Those who use this style use negotiation to 
try to satisfy both parties. Accommodating reflects 
the combination of low self-interest and high other-
interest. This style is marked by putting the other 
partyʼs interests first in order to achieve a solution. 
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Avoiding results from low self-interest and low oth-
er-interest. Individuals with this combination of mo-
tives attempt to withdraw from or ignore the con-
flict. In addition to the above four styles, there is a 
fifth style. Compromising is preferred by those in 
the middle ground, with neither especially high nor 
low self- or other- interest. Those who use this style 
seek to get most of what they want, but will give 
something up to achieve a solution.
2　National Culture
　Research supports the idea that a there is a ten-
dency for people from a particular culture to share 
certain cultural beliefs and attitudes ︵Hofstede, 1980, 
1991; Varner, 2000︶. Hofstedeʼs dimensions were em-
pirically derived from an analysis of survey respons-
es provided by respondents from widely distinct 
cultures ︵Hofstede and Hofstede, 2005︶. They include 
Individualism, Power Distance, Uncertainty Avoid-
ance, Masculinity and Long-term orientation.
　Although several studies have questioned the ap-
plicability of Hofstedeʼs cultural value scores, his 
cultural framework has enjoyed long-standing pop-
ularity ︵Tang and Koves, 2008; House, Hanges, Javidan, 
Dorfman and Gupta, 2004; Swierczek and Onishi, 2003; 
Kozan and Ergin, 1999︶. According to Kirkman, Lowe 
and Gibson ︵2006︶, Hofstedeʼs framework stands 
out in cross-cultural research because of its “clarity, 
parsimony, and resonance with managers.” One 
major criticism is that the indices fail to capture the 
changes of culture over time ︵Kirkman et al., 2006︶. 
Given the value of the Hofstede framework, it makes 
sense to continue using Hofstedeʼs cultural dimen-
sions as long as it can adjust to changes over time 
︵Tang and Koves, 2008︶.
　Dorfman and Howell ︵1988︶ suggested the im-
portance of “Paternalism” as an additional cultural 
dimension. The Paternalism scale includes items 
that assess the appropriateness of managersʼ taking 
a personal interest in workersʼ lives, providing for 
workersʼ personal needs, and generally taking care 
of workers.
Ⅱ　Research Design
　This study used a survey methodology to collect 
data on the following:
　 • 　The conflict management styles that Japa-
nese, Vietnamese, and Thais use when dealing 
with conflict with peers, superiors, and subordi-
nates.
　 • 　Cultural attitudes of Japanese, Thais, and 
Vietnamese.
　 • 　Demographic information about the sample.
　The main issue under examination was the com-
parison of the conflict management styles of Japa-
nese, Vietnamese, and Thais at different levels ︵with 
peers, superiors, and subordinates︶ of the organiza-
tion. National culture was assessed for two reasons. 
First, given that Hofstedeʼs ︵1991︶ data are more 
than 30 years old, it was considered valuable to col-
lect new data on national culture to determine 
whether the current study would find the same dif-
ferences reported by Hofstede ︵1991︶. Second, ex-
amining the relationship between conflict manage-
ment styles and national culture dimensions may 
help with the interpretation of any difference found 
in conflict management styles. Demographic data 
were collected to provide a description of the sam-
ple. A second purpose was to examine the possibil-
ity that differences on conflict management styles 
could be related to demographic differences among 
the study groups. As the main purpose of this re-
search is actual comparison of data collected from 
incumbent employees of manufacturers located in 
Asia, I did not use hypothesis methodology.
1　Research Instrument
　The survey instrument was a set of questions ad-
dressing the five conflict-handling styles and na-
tional culture. The five conflict-handling styles are 
competing, collaborating, compromising, accom-
modating, and avoiding. The set of 15 questions 
used in this study, three related to each of the five 
conflict-handling styles, was used previously by Ra-
him ︵1983︶. Respondents were asked to indicate 
how much they agreed or disagreed with each state-
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ment representing one of the five styles.
　Each question was repeated three times: relating 
to conflict with a peer, with a superior, and with a 
subordinate. Some examples of questions are 
shown in Figure 1. For all items, responses were 
coded on a 5-point Likert scale, with anchors of 1 
︵strongly disagree︶ and 5 ︵strongly agree︶. Each re-
spondentʼs mean score on the five items for a given 
style represents that respondentʼs preference for 
that style, with higher scores indicating a stronger 
preference and lower scores indicating a weaker 
preference.
　Rahim ︵2001︶ developed ROCI-II questionnaire 
based on the fact that managers spend more than 
one-fifth of their time dealing with conflict and they 
are required to negotiate with their supervisors, 
subordinates, and peers. The ROCI-II data sug-
gested greater convergence between a self and peer 
ratings on dominating ︵competing︶ and avoiding 
subscales, but not the integrating, obliging, and 
compromising subscales ︵Rahim, 2001︶.
　The questionnaire also included questions de-
signed to assess the five national cultural dimen-
sions described by Hofstede ︵1991︶: power distance, 
individualism, masculinity, uncertainty avoidance, 
and long-term orientation. The purpose was to de-
termine whether differences among the nationali-
ties in these cultural dimensions might help explain 
any differences found in conflict management style. 
Based on Dorfman and Howellʼs ︵1988︶ suggested 
importance of “Paternalism” as an additional cul-
tural dimension, I added questions developed by 
Dorfman to my questionnaire.
　The questions assessing Hofstedeʼs cultural di-
mensions were designed for a previous research 
study ︵Swierczek and Onishi, 2003︶. For four of the 
five dimensions, the questions were based on de-
scriptions that Hofstede ︵1991︶ gave of the various 
dimensionsʼ defining characteristics or of question-
naire items that he used ︵the actual questionnaire 
items were not at that time available in published sourc-
es︶. For long-term orientation, questions were sub-
stituted that more directly addressed the issue of 
orientation toward long-term planning versus pref-
erence to operate in the short term. The national 
culture questions used the same 5-point Likert scale 
as the conflict management style questions. The 
Cronbachʼs Alpha for national culture section rang-
es from 0.783 to 0.584 and for the Cronbachʼs Alpha 
for conflict management styles section ranges from 
0.853 to 0.628.
　The questionnaire also collected information on 
respondentsʼ age, gender, educational level, marital 
status, position, foreign language skills ︵Japanese, 
English, or Thai︶, and length of time working in the 
current position. The questionnaire was composed 
in English and then translated into Japanese, Viet-
namese, and Thai.
　Each version of the questionnaire was pilot tested 
with a group that was similar to the eventual re-
search sample to ensure that the recipients would 
have no difficulty understanding and responding to 
it. Focus group meetings were held with the pilot 
Figure 1　Sample Questions
1. 　If there is a conflict between my co-workers and 
me, I argue with them to show my rightness.
2. 　If there is a conflict between my supervisor and 
me, I argue with him/her to show my rightness.
3. 　If there is a conflict between my subordinates and 
me, I argue with him/her to show my rightness.
Table 1　Cronbach’s Alpha of Cultural Dimensions 
and Conflict Management Styles
National Culture Dimension Cronbachʼs Alpha
Power Distance 0.584
Collectivism 0.667
Masculinity 0.783
Uncertainty Avoidance 0.718
Long Term Orientation 0.540
Paternalism 0.629
Conflict Management Style with Coworkers
Competing 0.648
Compromising 0.645
Accommodating 0,826
Collaborating 0.781
Avoiding 0.630
Conflict Management Style with Superiors
Competing 0.654
Compromising 0.628
Accommodating 0.850
Collaborating 0.803
Avoiding 0.703
Conflict Management Style with Subordinates
Competing 0.692
Compromising 0.689
Accommodating 0.853
Collaborating 0.797
Avoiding 0.727
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test respondents as soon as they had completed the 
draft questionnaires, and the questionnaires were 
revised based on their comments.
2　Data Collection
　The respondents for this study consisted of Japa-
nese and Thai employees of Japanese manufactur-
ing companies in Thailand and Vietnamese employ-
ees of local manufacturing companies in Vietnam. 
Japanese from Japanese manufactures in Japan 
were added to the Japanese samples as t-test identi-
fied little difference between Japanese in Japan and 
Japanese in Thailand.
　Data were collected with the assistance of Sony, 
Oji Paper, Toyota, Denso, EPE Packing, Fujitsu 
General, Yano Electronics and Japanese manufac-
turers ︵about 20 companies︶ of 304 Industrial Zone of 
Thailand. In total, we received over 332 responses 
from Japanese employees and 1,249 from Thai em-
ployees of Japanese manufacturers in Thailand. In 
Vietnam, 1,000 questionnaires were distributed to 
local professional employees of both state-owned 
and joint-venture manufacturing and utility compa-
nies, and 407 responses were received. About 40％ 
of the total responses from Vietnam were from for-
eign capital companies, such as Panasonic Electron-
ic Devices Vietnam Col., td, S-Fone CDMA Center 
─ Saigon Postel company, Sumitomo Heavy Indus-
try Vietnam Corporation, and Sumidenso Vietnam 
Company Limited. Another about 30％ were from 
private companies such as The Scientific Education 
Technology Company, Thien Binh Company Limit-
ed, and North Investment Company Limited. The 
last 30％ were from national enterprises like Center 
for Development of Information Technology and 
Vietnam Telecom International.
　Each respondent received a version of the ques-
tionnaire in his or her native language. After ques-
tionnaires were returned, they were checked for 
legibility and then entered into an SPSS data file. 
Following data entry, accuracy of data entry was 
checked by at least two persons.
3　Sample Characteristics
　The sample ranged in age from 25 to over 50 
years old. It was slightly skewed in favor of younger 
employees, with more than 59％ of responders be-
tween the ages of 25 and 35 years and just above 
16％ over the age of 40. Similarly, those in the staff 
levels predominated, constituting about 57％ of the 
sample. 20％ of the sample had the title of manager 
or are higher. For about 72％ of the sample, a bach-
elor degree was the highest educational level at-
tained; the rest had either a high school diploma 
Table 2　Demographic Characteristics by Nationality
Variable Level
Japanese Vietnamese Thais Total
N ％ N ％ N ％ N ％
Age
＜31 10 3 282 69 624 50 916 46
31-35 52 15 76 18 312 25 440 22
36-40 79 24 31 8 190 15 300 15
41-50 109 33 15 4 101 8 225 11
＞50 82 24 3 1 22 2 107 6
Total 332 100 407 100 1,249 100 1,988 100
Sex
Male 306 92 200 48 636 49 1,142 56
Female 28 8 214 52 651 51 893 44
Total 334 100 414 100 1,287 100 2,035 100
Education
H.S. 82 25 10 2 225 18 317 16
Bachelor 219 65 346 85 871 70 1,436 72
Master 33 10 46 11 142 11 221 11
Other 0 0 6 2 2 1 8 1
Total 334 100 408 100 1,240 100 1,982 100
Job title
Staff or lower 42 19 326 82 677 69 1,045 65
Assistant Manager 26 12 36 9 143 15 205 13
Manager 81 37 29 7 126 13 236 15
General Manager 52 24 1 0 26 2 79 5
Director or higher 16 8 4 2 11 1 31 2
Total 217 100 396 100 983 100 1,596 100
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︵about 16％︶ or master degrees or above ︵about 
12％︶. Men made up just over 56％ of the sample.
　Table 2 summarizes the demographic character-
istics of the respondents. As can be seen, there 
were some differences between the Japanese and 
the other nationalities. The Japanese were generally 
older than the others, with the vast majority of them 
in the three oldest age brackets while most of the 
others were in the two youngest age brackets. They 
also were far more likely to have the position of gen-
eral manager or higher than the other respondents. 
Another large difference is that nearly all of the 
Japanese in the study were men, while the sexes 
were more evenly split in the other groups. Al-
though the Japanese were typically more highly 
placed in their company than other nationalities, 
the percentage with a bachelor or master degree 
was lower than in the other nationalities.
　It is possible that at least some of the demograph-
ic characteristics might have an influence on con-
flict management style. If that is the case, then it is 
possible that any differences found among the na-
tionalities in conflict management style might at 
least partly be the result of the observed differenc-
es in demographic characteristics. Therefore, as 
described in the following section, “Data Analysis”, 
and in greater detail in the “Results” section, analy-
ses were performed to examine the effect of demo-
graphic characteristics on conflict management 
style preferences and to control for that effect on 
the relationship between nationality and conflict 
management style.
4　Data Analysis
　A combination of ANCOVAs and multiple regres-
sions were used to analyze the responses. Firstly, 
ANCOVA was used to compare the three nationali-
ties on each of the five conflict management styles 
in each context ︵conflict with peers, superiors, and 
subordinates︶. The ANCOVAs explored differences 
among three nationalities while controlling for de-
mographic differences. Overall comparisons 
showed individual comparisons between the Japa-
nese scores and each of the other nationalitiesʼ 
scores.
　Secondly, another set of ANCOVAs explored dif-
ferences between Japanese, Vietnamese and Thais 
in national culture dimensions.
　Lastly, a set of multiple regression analysis exam-
ined possibilities of correlation between indepen-
dent variables ︵demography and national culture di-
mensions︶ and dependent variables ︵conflict 
management intentions︶.
Ⅲ　Results
1　Conflict Management Styles
　The results of ANCOVA showed significant dif-
ferences between the conflict management styles of 
Japanese, Vietnamese, and Thais. Table 3 shows 
how much Vietnamese and Thais differ from Japa-
nese in each conflict management style. Means 
shown in bold font are significantly different from 
the Japanese means. In conflict with peers, Thais 
are more collaborating, compromising, and avoid-
ing but less competing and accommodating than 
Japanese and Vietnamese. Few other differences 
were seen.
　There is not much difference in conflict manage-
ment style in the situational conflict except accom-
modating ︵Table 4︶. Accommodating is the least fa-
vorite conflict management style for Vietnamese 
and Thai, but they use this style more often with 
superiors than with subordinates and peers. Al-
though accommodating is the least favorite conflict 
management style for Vietnamese, they use this 
style more often than Japanese and Thai.
2　National Culture
　ANCOVA tests showed significant national cul-
ture differences between Japanese, Vietnamese, 
and Thais. Means shown in bold are also signifi-
cantly different from the Japanese mean ︵Table 5︶. 
There is no statistical difference in power distance. 
Thais are more different from Japanese than Viet-
namese in all dimensions except masculinity. Thais 
are lower on the masculinity scale than Japanese. 
　Subsequent ANCOVAs comparing culture scores 
of the Japanese, Vietnamese and Thais showed dif-
ferences in collectivism, uncertainty avoidance, 
long term orientation, and paternalism ︵means in 
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Table 3　Comparison of Japanese with Vietnamese and Thais on Five Conflict 
Management Styles
Style
Mean Score and Difference from Japanese by Nationality
Japanese Vietnamese Thais
Mean Mean Diff. Mean Diff.
Conflict Management Style Used with Peers
Competing 2.98 3.04 0.06 2.50 −0.48
Collaborating 3.70 4.10 0.40 4.12 0.42
Compromising 3.15 3.16 0.01 3.61 0.46
Accommodating 2.48 2.24 －0.24 2.08 −0.40
Avoiding 2.47 2.63 0.14 2.73 0.26
Conflict Management Style Used with Superiors
Competing 2.89 2.95 0.06 2.51 0.38
Collaborating 3.65 4.09 0.44 4.06 0.41
Compromising 3.11 3.26 0.15 3.47 0.36
Accommodating 2.78 2.82 0.04 2.63 －0.19
Avoiding 2.65 2.83 0.18 2.86 0.21
Conflict Management Style Used with Subordinates
Competing 3.06 3.15 0.09 2.58 −0.48
Collaborating 3.73 4.04 0.31 4.11 0.38
Compromising 3.04 3.06 0.02 3.59 0.55
Accommodating 2.42 2.19 －0.23 2.07 －0.35
Avoiding 2.39 2.51 0.12 2.67 0.28
Table 4　Comparison of Situational Conflict Management differences of Japanese, 
Vietnamese, and Thais
Style
Mean Score and Difference from Peer Conflict Style by Nationality
Conflict 
with Peers
Conflict with Superiors
Conflict with Subordi-
nates
Mean Mean Diff. Mean Diff.
Japanese
Competing 2.98 2.89 －0.09 3.06 0.08
Collaborating 3.70 3.65 －0.15 3.73 0.03
Compromising 3.15 3.11 －0.14 3.04 －0.11
Accommodating 2.48 2.78 0.30 2.42 －0.06
Avoiding 2.47 2.65 0.18 2.39 －0.08
Vietnamese
Competing 3.04 2.95 －0.09 3.15 0.11
Collaborating 4.10 4.09 －0.01 4.04 －0.06
Compromising 3.16 3.26 0.10 3.06 －0.10
Accommodating 2.24 2.82 0.58 2.19 －0.05
Avoiding 2.63 2.83 0.20 2.51 －0.12
Thais
Competing 2.50 2.95 0.45 2.58 0.08
Collaborating 4.12 4.09 －0.03 4.11 －0.01
Compromising 3.61 3.26 －0.35 3.59 －0.02
Accommodating 2.08 2.82 0.74 2.07 －0.01
Avoiding 2.73 2.83 0.10 2.67 －0.06
Table 5　Comparison of Japanese with Vietnamese and Thais on National Culture Indices
National Culture
Japanese Vietnamese Thais
Significance
Mean Mean
Diff. from 
Japanese
Mean
Diff. from 
Japanese
Power Distance 2.53 2.56 0.03 2.46 －0.07 0.011
Collectivism 3.28 3.82 0.54 4.06 0.78 0.000
Masculinity 2.61 3.00 0.39 2.43 －0.18 0.000
Uncertainty Avoidance 3.67 4.08 0.41 4.21 0.54 0.000
Long-term Orientation 3.47 3.67 0.20 3.87 0.40 0.000
Paternalism 3.26 3.78 0.52 3.78 0.52 0.000
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bold font show significant differences from the Japanese 
means︶. Vietnamese and Thais have higher collec-
tivism, uncertainty avoidance, and paternalism 
scores. Thais are higher on long term orientation 
than Japanese. Japanese are very different from 
Thais in collectivism.
3　 Correlations between Conflict Management 
Styles and Demographics
　Multiple regression analysis showed a relation-
ship between conflict management style and demo-
graphic differences. No single demographic vari-
ables emerged as a good predictor for the adoption 
of any conflict management style. In most cases, all 
of the tested demographic variables explained less 
than 5％ of the variance in the preference for con-
flict management styles.
4　 Correlations between Conflict Management 
Styles and National Culture
　Multiple regression analysis showed significant 
relationships between conflict management styles 
and national culture. National culture accounted for 
7 to 35％ of the increase in the modelʼs explanatory 
power ︵see Table 6︶. Significant differences are 
shown in bold in the table.
　Masculinity was found to be significantly corre-
lated with two of the five conflict management styles 
at all levels of conflict management styles: compet-
ing and accommodating ︵see Table 6︶. Masculinity 
has a higher correlation with competing ︵Std. Beta 
0.364～0.306︶ than accommodating ︵Std. Beta 0.227～
0.212︶. Uncertainty Avoidance also was significantly 
correlated with collaborating at all levels ︵Std. Beta 
0.285～0.268︶ and weakly or negatively correlated 
with accommodating ︵Std. Beta -0.212～0.033︶. Pow-
er distance correlated with accommodating in con-
flicts with superiors but not much at other levels of 
conflict.
Ⅳ　Discussion and Conclusions
1　Conflict Management Styles
　There were differences between the Japanese 
and the Vietnamese and Thais in conflict manage-
ment style preferences. Compared to the other na-
tionalities, the Japanese showed a marked dislike of 
avoiding conflict at all levels; showed a stronger 
preference for competing in comparison with Thais 
but not Vietnamese; and they showed a markedly 
greater preference for compromising than Vietnam-
ese, but no significant difference in compromising 
from Thais. Although they showed significant dif-
ferences from the other nationalities in collaborat-
ing and accommodating, the actual differences 
were rather small and probably would not pose a 
significant management issue.
　There were also some notable similarities. Col-
laborating and compromising were the general fa-
vorite conflict management styles among all nation-
alities ─ collaborating was the most preferred style 
for all nationalities while compromising was the 
second favorite for Thais and third for Japanese and 
Vietnamese for conflict management style with sub-
ordinates. Although Thais showed the same conflict 
management styles in all levels of conflict, Japanese 
and Vietnamese showed a more aggressive attitude 
to their subordinates. Thais showed accommodat-
ing and competing as the least favorite conflict man-
agement styles, while accommodating and avoiding 
were the least favorite ones for Vietnamese and 
Japanese.
　These results are consistent with much of the ex-
isting research, which has found both similarities 
among Asian nations in conflict handling approach 
︵Tjosvold et al., 2001; Xie, Song and Stringfellow, 1998; 
Ting-Toomey et al., 1991︶ and differences ︵Tjosvold et 
al., 2001; Xie et al., 1998; Chiu et al., 1998; McKenna and 
Richardson, 1995; Ting-Toomey et al., 1991︶. In terms 
of the similarities, the present results are consistent 
with the idea that most Asian nationalities prefer 
not to use the competing style of conflict manage-
ment ︵Xie et al., 1998; Kirkbride et al., 1991; Ting-
Toomey et al., 1991; Trubisky et al., 1991︶, but they 
run counter to the idea that Asians would typically 
prefer the avoiding and accommodating styles 
︵Kunavitikul, Nuntasupawat, Srisuphan and Booth, 
2000; Roongrensuke and Chansuthus, 1998; Xie et al., 
1998︶. They are more consistent with McKenna and 
Richardson ︵1995︶, who found compromising and 
collaborating to be popular styles with Chinese, In-
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Table 6　Correlation of Conflict Management Style with National Culture and Demography
CONFLICT WITH PEERS
1． Independent Variables 
Demography
Competing 
Std. Beta
Compromising 
Std. Beta
Accommodating 
Std. Beta
Collaborating 
Std. Beta
Avoiding Std. 
Beta
Age 0.079 －0.135 0.089 －0.13　 －0.072
Gender －0.081 0.118 －0.085 0.021 0.057
Marital Status 0.022 －0.023 －0.067 0.035 0　　
Education 0.09　 0.036 －0.016 0.016 0.013
Position －0.043 0.108 0.027 0.057 －0.026
R 0.142 0.167 0.144 0.98　 0.124
R 2 0.02　 0.028 0.021 0.01　 0.015
Adjust R2 0.017 0.025 0.017 0.006 0.012
2． Independent Variables 
Cultural Dimensions
Competing 
Std. Beta
Compromising 
Std. Beta
Accommodating 
Std. Beta
Collaborating 
Std. Beta
Avoiding Std. 
Beta
Power Distance 0.069 0.032 0.192 －0.14　 0.224
Collectivism（Individualism） －0.164 0.101 －0.067 0.189 －0.018
Long-term Orientation
（Short-term）
－0.069 0.011 －0.121 0.121 0.05　
Uncertainty Avoidance －0.033 0.178 －0.186 0.268 －0.087
Masculinity（Femininity） 0.364 －0.017 0.227 0.013 0.121
Paternalism 0.056 0.152 0.025 0.122 0.06　
R 0.467 0.358 0.504 0.591 0.342
R 2 0.219 0.128 0.254 0.349 0.117
Adjust R2 0.215 0.125 0.251 0.346 0.114
CONFLICT WITH SUPERIORS
1． Independent Variables 
Demography
Competing 
Std. Beta
Compromising 
Std. Beta
Accommodating 
Std. Beta
Collaborating 
Std. Beta
Avoiding Std. 
Beta
Age 0.099 －0.108 0.02　 －0.105 －0.036
Gender －0.064 0.113 －0.033 0.001 0.085
Marital Status 0　　 －0.052 －0.031 0.009 －0.006
Education 0.085 －0.009 0.031 0.026 0.033
Position －0.037 0.039 0.063 －0.003 －0..016
R 0.136 0.184 0.097 0.106 0.118
R 2 0.019 0.034 0.009 0.011 0.014
Adjust R2 0.015 0.031 0.006 0.008 0.011
2． Independent Variables 
Culture Dimensions
Competing 
Std. Beta
Compromising 
Std. Beta
Accommodating 
Std. Beta
Collaborating 
Std. Beta
Avoiding Std.
Beta
Power Distance 0.037 －0.017 0.213 －0.146 0.191
Collectivism（Individualism） －0.116 0.095 －0.053 0.151 －0.002
Long-term Orientation
（Short-term）
－0.078 －0.04　 －0.017 0.09　 －0.009
Uncertainty Avoidance －0.075 0.088 0.033 0.274 －0.014
Masculinity（Femininity） 0.306 0.054 0.212 －0.032 0.145
Paternalism 0.041 0.157 －0.04　 0.104 0.019
R 0.4　 0.293 0.378 0.561 0.295
R 2 0.16　 0.086 0.143 0.314 0.087
Adjust R2 0.157 0.082 0.139 0.311 0.083
CONFLICT WITH SUBORDINATE
1． Independent Variables 
Demography
Competing 
Std. Beta
Compromising 
Std. Beta
Accommodating 
Std. Beta
Collaborating 
Std. Beta
Avoiding Std. 
Beta
Age 0.074 －0.119 0.083 －0.139 －0.077
Gender －0.1　 0.127 －0.083 0.017 0.037
Marital Status －0.017 －0.068 0.046 0.026 －0.002
Education 0.087 －0.028 0.02　 0.045 －0.011
Position 0.01　 0.021 0.039 0.044 0.049
48
Jun Onishi: The Two Best Investment Destinations for Japanese Companies in Southeast Asia
dian, and Malay Singaporeans. They also are con-
sistent with Tjosvold et al. ︵2001︶, who found that 
Japanese, Koreans, and Hong Kong Chinese gener-
ally preferred a cooperative ︵collaborating︶ ap-
proach. Table 7 summarizes the consistencies and 
inconsistencies between the present studyʼs princi-
pal results and othersʼ findings.
　Methodological differences might account for 
some of the inconsistencies between this studyʼs 
results and those of other studies. Kunavitikul et al. 
︵2000︶ surveyed Thai nurses rather than managers; 
perhaps nursing, with its emphasis on caring for 
others, either selects for or develops a tendency to-
ward a more accommodating style. Xie et al. ︵1998︶ 
actually did not report on level of preference or use 
of various conflict management strategies, but on 
whether their use increased or decreased new prod-
uct success. Thus, their results do not contradict 
the idea that Japanese prefer competing, they just 
show that trying to resolve interfunctional conflicts 
through competing does not lead to collective suc-
cess in this situation. Finally, Roongrensuke and 
Chansuthus ︵1998︶ did not assess the use of avoid-
ing and accommodating strategies among Thais, 
but only suggested that Thais probably would pre-
fer them, given their aversion to confrontation.
　In general, this studyʼs findings have some impli-
cations for Japanese companies that are contemplat-
R 0.167 0.223 0.109 0.119 0.136
R 2 0.028 0.05　 0.012 0.014 0.018
Adjust R2 0.025 0.047 0.009 0.011 0.015
2． Independent Variables 
Culture Dimensions
Competing 
Std. Beta
Compromising 
Std. Beta
Accommodating 
Std. Beta
Collaborating 
Std. Beta
Avoiding Std. 
Beta
Power Distance 0.095 0.02　 0.136 －0.193 0.162
Collectivism（Individualism） －0.134 0.144 －0.094 0.156 0.056
Long-term Orientation
︵Short-term）
－0.051 0.003 －0.116 0.094 －0.043
Uncertainty Avoidance 0.032 0.071 −0.212 0.285 －0.125
Masculinity（Femininity） 0.319 －0.063 0.212 －0.053 0.104
Paternalism －0.035 0.12　 0.052 0.099 0.024
R 0.419 0.303 0.471 0.585 0.274
R 2 0.176 0.092 0.222 0.342 0.075
Adjust R2 0.172 0.088 0.219 0.339 0.071
 Table 7　Comparison of This Study’s Findings with Others’ Findings
This studyʼs finding Other studiesʼ findings
Stronger preference for collaborating and 
compromising ︵compared to other styles︶ 
among three Asian nations
Consistent:
McKenna and Richardson ︵1995︶: Chinese and Indians preferred 
compromising, Malays preferred collaborating 
Tjosvold et al. ︵2001︶: Japanese, Koreans, and Hong Kong Chinese 
preferred cooperating ︵collaborating︶
Japanese weaker preference for avoiding 
︵compared to other styles︶ among three 
Asian nations
Inconsistent:
Xie et al. ︵1998︶: Avoiding increased effectiveness of new product 
launch for Japanese and Chinese
Thai strong preference for avoiding ︵com-
pared to other styles︶ among three Asian 
nations
Consistent:
Roongrensuke and Chansuthus ︵1998︶: Thais probably would pre-
fer avoiding and accommodating
Weaker preference for accommodating 
︵compared to other styles︶ among three 
Asian nations
Inconsistent:
Kunavitikul et al. ︵2000︶: Thai nurses preferred accommodating
Roongrensuke and Chansuthus ︵1998︶: Thais probably would pre-
fer avoiding and accommodating
Weaker preference for competing ︵com-
pared to other styles︶ among three Asian 
nations
Consistent:
Xie et al. ︵1998︶: Competing decreased effectiveness of new product 
launch for Japanese
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ing moving into Thailand or Vietnam. Of these two 
nationalities, Vietnamese are more similar to Japa-
nese in conflict management styles. Therefore, 
there is relatively less need for adjusting to differ-
ences in conflict management style when dealing 
with Vietnamese.
　Japanese managers should be prepared for the 
fact that Vietnamese at the manager or higher man-
agement levels have less desire to accommodate 
with them at times of conflict. This means that Japa-
nese managers should find a way to satisfy Viet-
namese employees without forcing them to aban-
don their position in the conflict. Interestingly, these 
results also show that they should expect both a 
similar degree of competitiveness from Vietnamese 
as well as a greater tendency to avoid dealing with 
conflict.
　On the other hand, when Vietnamese do choose 
to address conflict rather than avoid it, they appar-
ently are as competitive as the Japanese; thus, Japa-
nese managers should also be prepared to expect 
their Vietnamese subordinates to be more willing to 
go to the mat on certain issues than the Thais. Viet-
namese are very high supportive for collaborating 
for conflict handling styles and they will help Japa-
nese managers to solve conflict constructive way.
　When Japanese deal with Thai, the main prob-
lems are in adapting to a somewhat lower level of 
competing-style conflict management and a some-
what higher level of avoiding, on average, than Japa-
nese managers prefer. The relatively strong Thai 
preference for avoiding, compared to Japanese and 
Vietnamese, may be difficult for Japanese manag-
ers to deal with, especially since this way of re-
sponding to conflict can keep the conflict from be-
ing clearly recognized and thus can prevent its 
being constructively addressed. Thus, Japanese 
managers often are not aware that a conflict even 
exists because some of their Thai employees prefer 
to avoid dealing with it.
　This suggests that when there is a conflict be-
tween a Japanese manager and a Thai subordinate, 
it is more likely that the Japanese manager will at-
tempt to deal with the conflict in a competitive way 
and that the Thai will try to avoid the conflict. In 
fact, the tendency to avoid the conflict could possi-
bly be made worse by the greater Japanese tenden-
cy to handle it aggressively ︵i.e., competitively︶, as 
this generally is regarded by Thais as unfavorable 
way of handling conflict. In such cases, the situation 
could very likely worsen. To prevent such prob-
lems, Japanese managers should learn to address 
conflict with Thai subordinates in a less competitive 
way. In dealing with Thais, it is helpful for Japanese 
managers to encourage their employees to speak 
up about problems they are having. A training 
course to increase assertiveness and teach more ac-
tive conflict management methods is useful. The 
differences with Thais are greater especially at the 
level of conflict with peers, and therefore would re-
quire more adjustment when Japanese managers 
deal with Thai managers.
　The demographic differences among the nation-
alities had very little impact on their conflict man-
agement style preferences. That is, although the 
Japanese were, on average older, higher-ranked, 
had less education, and were more likely to be male 
than the Thai and Vietnamese respondents, for the 
most part these demographic differences did not 
account for the differences among the nationalities 
in conflict management style. This suggests, for 
one thing, that the mean differences between Japa-
nese manages and their local Thai and Vietnamese 
subordinates will remain even if the demographic 
profile of Japanese expatriate managers, or of local 
managers, changes over time.
　Thais are generally high in power distance 
︵Hofstede, 1991︶. In such a culture, higher-ranked 
employees might be less inclined to surrender their 
self-interest. Thus, they might be expected to prefer 
collaboration, in which self-interest is promoted 
along with other-interest. Even in the case of com-
promise, self-interest is not sacrificed to other-inter-
est, but both sides must give up a similar degree of 
self-interest.
2　National Culture
　Using Hofstedeʼs five dimensions of national cul-
ture clarifies very specifically the differences be-
tween Japanese and Thais. There are substantive 
differences between Japan and Thailand in all the 
dimensions of national culture. In his recent book, 
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Hofstede ︵2001︶ added Vietnamese national culture 
index scores; they also differed from the other two 
countries ︵Table 8︶.
　Statistically, no difference was found in power 
distance between the three countries. The results 
for uncertainty avoidance was different from Hofst-
edeʼs results. Follow-up researcherʼs interviews  in 
2009 with 20 Japanese managers who had worked 
at Japanese companies in Thailand revealed that as 
most Thai employees have Japanese superiors, they 
want their assignment or responsibility very clear; 
these attitudes lean to uncertainty avoidance. An-
other dimension for which the result was different 
from that of Hofstedeʼs research is long term orien-
tation. Hofstede identified Thais as more short term 
oriented than Japanese or Vietnamese. The current 
results identified Thais as the most long term ori-
ented among the three nationalities. This might be 
due to different definitions of short term/long term 
orientation used by Hofstede and the author. As 
mentioned in the previous section, the intent was to 
construct short/long term dimensions that empha-
size time orientation. Short term means that impor-
tance is more on the present than the future and 
long term means that it is more on the future than 
the present. Hofstede, however, stressed the influ-
ence of Confucianism. Holmes and Tangtongtavy 
︵1995︶ identified that Thais have a long term life vi-
sion based on their belief in reincarnation. This be-
lief may influence their way of thinking to be rather 
long term but in previous interviews, all Japanese 
managers have asserted that Thais are more short 
oriented than Japanese. The results of Hofstede and 
the researcher were compared in Table 9
　The present study found that the national culture 
differences among the nationalities had an impact 
on their conflict management style preferences. 
Masculinity had a strong positive correlation with 
competing and accommodating. In a high-masculin-
ity society, men should be assertive, ambitious, and 
tough ︵Hofstede and Hofstede, 2005︶ which matches 
with the competing styles. The accommodating 
conflict style is, however, marked by putting the 
other partyʼs interests first in order to achieve a so-
lution, which is opposite the characteristics of mas-
culinity. It is quite understandable if accommoda-
tion has a negative correlation with masculinity. 
Uncertainty avoidance had a positive correlation 
with collaborating and a negative correlation with 
accommodating. In an uncertain workplace, what is 
different is dangerous ︵Hofstede and Hofstede, 2005︶, 
which requires collaborating among the employ-
ees. This cultural dimension should also create an 
accommodating attitude among employees if there 
is conflict, but the current results are inconsistent 
with this. Finally, power distance was correlated 
with accommodating at the level of conflict with a 
superior. This correlation matches quite well with 
the characteristics of power distance, that less pow-
erful people should be dependent.
Ⅴ　Limitations and Future Research
　A few limitations of the current study should be 
noted. First, this study did not capture information 
on company characteristics, so it was not possible 
to control for differences in this variable. Although 
an effort was made to control for variability in com-
Table 8　Hofstede National Cultural Index Scores（2001）
National Culture Japan Thailand Vietnam
Power Distance 54 64 70
Uncertainty Avoidance 92 64 30
Individualism ︵Collectivism︶ 46 20 20
Masculinity ︵Femininity︶ 95 34 40
Long-term Orientation 87 56 80
Table 9　National Culture Index Relative Score Ranking
National Culture
Japan Thailand Vietnam
Hofstede Onishi Hofstede Onishi Hofstede Onishi
Power Distance low No Dif. middle No Dif. high No Dif.
Uncertainty Avoidance high low middle high low middle
Individualism ︵Collectivism︶ high high middle low middle＊1 middle
Masculinity ︵Femininity︶ high middle low low middle high
Long-term Orientation high low low high middle middle
＊1：Hofstede scores of Individualism for Thailand and Vietnam are same.
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pany characteristics by instructing research assis-
tants to collect data from manufacturing companies, 
the inevitable variability between the countries in 
types of manufacturing as well as in company orga-
nization ︵e.g., state-owned versus private versus joint-
venture, and so forth︶ as well as in amount of interna-
tional experience could well have some impact on 
the variables under study. Similarly, this study did 
not capture data on other respondent characteris-
tics, such as international experience, which might 
have had some explanatory power.
　Capturing and controlling for the above types of 
data would be important to determine whether the 
observed differences between the nationalities re-
flected actual national culture differences or reflect-
ed differences in company or respondent character-
istics unrelated to national culture. Future studies 
therefore will capture such data and attempt to eval-
uate its impact on conflict management style.
　It should be noted that although the above results 
allow us to make recommendations, those recom-
mendations are not be applicable in every instance. 
There was overlap in the distributions of preference 
ratings between all groups in all styles. Any given 
office may have a Japanese manager who prefers 
accommodating but who has one or more Vietnam-
ese employees who prefer compromising. There is 
even the possibility of conflict-avoiding Japanese 
managers dealing with conflict-avoiding Thai or 
Vietnamese staff. Moreover, even though Japanese 
can expect fewer conflict resolution problems when 
working with Thais than when working with Viet-
namese, it is possible that some individual offices or 
plants will have Japanese managers and Thai subor-
dinates with incompatible conflict management 
styles. From this viewpoint, a further study of the 
influence of situational difference of counterpart na-
tionality changes on conflict management inten-
tions is recommended. The situational analysis of 
conflict with different nationalities will identify how 
each personʼs preference for conflict management 
style changes if the nationality of the person he or 
she is in conflict with changes. For example, a per-
sonʼs conflict management style may depend on 
whether a person is dealing with a superior of Japa-
nese or same nationality. Such a study will comple-
ment the current analysis of differences in conflict 
management style of these three nationalities by 
adding data on how people intend to manage con-
flict differently with different nationalities. These 
two studies will create a more accurate picture of 
peoplesʼ conflict handling intentions.
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